smaller schools (e.g., Alverno College and Babson College) have been leaders in this area, we believe that many smaller schools may be reluctant to accept the challenge and as a result are constrained from offering the best possible programs in the management skills area.
Our school has developed a program within the MBA curriculum that, although modeled after other successful programs, uses a number of unique features appropriate for smaller, nondoctoral-degree-granting institutions. We wish to share the history and a description of this program and its centerpiece course with our colleagues.
The program we will describe includes both graded activities within a traditional, one-semester classroom course as well as activities that precede and follow the course that do not affect the student's grade but promote our goal of continual learning. This program is also intended to introduce and socialize new part-time students into the MBA curriculum.
History
Our first effort in the management skills area was at the undergraduate level in [1989] [1990] . Supported by external funding, we designed and experimented with a three-semester, 1 credit per semester, team-taught, pass/fail management skills course. Key elements of this course were preprogram assessment with feedback and opportunities for application. Skill application occurred in student organizations whose goals were to engage in both profit generation and community service activities as pioneered in MG101 at Bucknell University (Miller, 1980) . Other course elements included guest speakers, videos, experiential activities, role-plays, interaction with mentors, and participation in the Looking Glass, Inc. management simulation (Lombardo, McCall, & DeVries, 1989) .
A Solomon Four-Group design (D. T. Campbell & Stanley, 1966 ) was planned and carried out. Seventy-five undergraduate business majors were recruited to participate in the experiment. Attrition over the three semesters resulted in 64 students completing the study. The two major variables manipulated were skills course or no skills course and precourse assessment with feedback or no precourse assessment. The results were not as encouraging as hoped for, but we learned a great deal about our undergraduate program. Some of our conclusions were as follows. First, our students' performance is incentive driven. With busy schedules and time constraints there must be a practical reason to give a priority to learning. We graded on participation and completion of assignments (pass/fail), not evidence of learning. In our posttest evaluation of the program, results were disappointing. Informal stu-dent reports also indicated that these traditional undergraduates saw the skills as useful later in professional life but limited in immediate relevance (in contrast to an accounting test). Also, motivation may have been a problem in the postevaluation. Students were required to participate in posttesting on a nongraded basis. Perhaps graduating seniors had no incentive to perform to the best of their abilities. Second, written communication skills require frequent practice opportunities with feedback to develop. Students in this undergraduate program were waived from business communications and did not receive the practice, feedback, and testing that a control group did. The control group demonstrated a statistically significant higher level of written communication skills due to the more focused course. Third, a significant positive effect of the program was found for the skill dimension of judgment, defined as developing alternative courses of action that are based on logical assumptions and factual information and that take organizational resources into consideration. Also, there was improvement on the dimension of decisiveness, but it was less among those in the skills course than among those who did not take the course. Perhaps improved judgment (considering more options) inhibits rapid decision making. Fourth, an assessment center process with feedback led to positive effects on communication skills, managing the job, and project planning. A similar, earlier study had shown that precourse assessment without feedback did not improve skill learning (Mullin, Shaffer, & Grelle, 1991) . Therefore, the feedback of such assessment results is a critical element for learning (Extejt, Forbes, & Smith, 1993) .
Following this pilot program, the faculty members and administration supported the introduction of a less ambitious 3-credit undergraduate course as a requirement for all management majors. This course relies on selfassessment, experiential learning, videos, guest speakers, and classroom instruction. The skills and competencies of Quinn's Master Manager Framework (Quinn, Faerman, Thompson, & McGrath, 1996) provided the focus for this successful undergraduate course, which is still a requirement.
The Organizational Behavior/Human Resource Management OB/HR faculty members met with the deans and received their support for a graduate management skills program. With their encouragement, faculty members wrote and received grant support from outside the university to design a program. This occurred in conjunction with an examination and revision of the MBA curriculum. With strong support from the deans and academic vice president, the program was piloted. Other MBA faculty members were introduced through a retreat to the skills competency concept and the proposed program for our institution. This program was then voted on and supported by the entire faculty. The program's introduction required faculty advocates, leadership support from the deans and key administrators, education of faculty members, and finally, general faculty acceptance.
MBA PROGRAM
As noted earlier and in conjunction with the revision of the MBA curriculum, our Leadership and Management Skills program was put into place. One of the key goals of our new MBA offering was to respond to student needs for a more individualized program of study. The objectives of our program supported this MBA goal. Although our MBA curriculum has not been completely redesigned as a competency-based program, we have introduced a significant skills competency component. Our objectives were to:
1. assess the skills of incoming MBA students and provide them with careerrelated feedback; 2. assist those students with the development of career plans; 3. help students to plan the courses, particularly the electives, to be chosen as part of their MBA program; 4. help students identify developmental activities to be pursued on the job and in the community that will promote continuous learning; 5. help students to learn the conceptual foundations of management skills and to practice key skills during the semester of a course and beyond; 6. help students to understand how to continue the development of their skills throughout their lifetimes.
Our intention was to reach beyond a one-semester experience and to provide a skills-oriented foundation for further development throughout the MBA program, on the job, and in family and community life.
CONCEPTUAL FOUNDATIONS AND MODELS FOR THE COURSE
We chose an integrated or hybrid approach that combines the deductive (learn the rules and apply them) approach with the inductive (analyze cases and personal experience) approach, as recommended by Bigelow (1996) and D. A. Whetton and Clark (1996) . Our approach also relies heavily on well-established skills-learning models such as Kolb's (1984) learning cycle and D. A. Whetton and Cameron's (1983) five-step learning process. We are aware, however, that the development of leadership and management skills is not as simple as a four-or five-stage model, and we have designed a program that reflects the true complexity of the field.
Reflecting on the issues raised by one group of experienced skills teachers (Bigelow, 1996) , we realize that a hierarchical taxonomy similar to Bloom's educational taxonomy (Bloom, Hastings, & Madous, 1971 ) must exist for managerial skills. There is much more to teach than just "soft, people skills." The Boyatzis (1982) model comes closest to capturing this complexity. There are also major differences in learning styles, personalities, and levels of prior development among MBA students. Some skills are more responsive or subconscious, whereas others require careful analysis and cognitive decision making. Furthermore, the way in which one performs a skill is the result of a complex interaction among the characteristics of the skill, the individual, and the situation. This is still as much an art as a science.
Other operational issues from Bigelow (1996) that will be addressed as we describe our program include the challenge of making skill development lifelong, the question of teaching awareness versus true skill development, orientation to the course, and obstacles to skill learning
Specific Program Challenges and Solutions
The setting for the development of this program is an American Assembly of Collegiate Schools of Business (AACSB) accredited, part-time, evening MBA curriculum within a medium-sized, religiously affiliated, teachingoriented university. The MBA is the most advanced degree offered. Part of our mandate was to create a skills-based, one-semester, 3-credit required course that would take place early in the student's MBA coursework and would replace a traditional organizational behavior course. Our mandate was also to enhance the MBA curriculum with more attention to leadership and management skills development. The course would initially present skills and career development issues that would continue to be developed throughout the entire MBA program. The total learning experience begins before the start of the semester, in which the required course is taken, and after that semester offers the student the opportunity to continue to develop throughout the MBA program and beyond.
CHALLENGES
Some of the major issues we faced included the following:
1. How could we create a program that would touch MBA students beyond one semester? Could we contribute to continued skill development? 2. Which of the skills should be included in a one-semester course? Should we develop awareness of a large number of skills or focus on developing a smaller number? 3. How should these skills best be developed within classroom format?
4. How could we provide comprehensive, valid skills assessment at a reasonable cost? 5. What would increase the relevance of this information on skills for students? 6. How could we provide personal, detailed feedback to the students? 7. How could we provide faculty members with adequate time and resources to develop and implement such a complex program in an efficient and effective manner? 8. How could we be assured that faculty members in other disciplines would cooperate and reinforce skill development in later coursework?
MODEL FOR PROGRAM DEVELOPMENT
To address these issues, we developed a model for program development (see Figure 1 ). We share with Caproni and Arias (1997) a concern that management skills training needs to reflect the culture and environment in which the skills are required. Thus, the program we developed assumes the need for multiple input from many constituencies. To obtain such input, we surveyed the business community with regard to the necessary skills that they perceived as needed for successful careers in management and leadership positions. We also sought input from our own graduates and MBA students. After the business community and MBAs identified the skill set, we consulted with our faculty members from other disciplines to determine which of the key skills they were developing. We asked them to consider the development of a skill if they gave students feedback that would promote improvement and correction. (You could not say that you promoted written communications if students were required to write but you offered no feedback that would improve written communication skills.) With this information in hand, we began the task of organizing the program.
Within this model, the managerial skills course plays a key role as the foundation for further planning and development. A major outcome of the course is an individual career self-development plan for each student. This plan then provides the basis for further learning beyond the course. Areas in which other development should take place include other MBA courses, on-the-job experiences, and various community experiences. It is the intention that this program sets the stage for the lifelong learning in leadership and managerial skills areas. As an integral part of this approach, we assumed that the skills would not only have a ramification on current job performance but, more important, would enhance future performance in the student's chosen career path. Therefore, our students organize their development plans around the key skills that they understand as crucial in their lives.
SOLUTIONS TO CHALLENGES

Beyond One Semester (Challenge 1)
Given that our students are working full-time, attending class part-time, and do not take classes as a cohort group, how could we expand their awareness and learning beyond a traditional course? We began using our knowledge from the undergraduate experimental program. Eight weeks before the course, students spend a full day in an assessment center process taking a battery of tests on working style preferences. The activities themselves and a later personal feedback session enhance self-awareness and set the stage for exploring ways to improve. After the course, the opportunity for skill development within the university continues. The career coach continues to be available to review progress. Students can now select electives based on analysis of career needs. In fact, we have created two additional electives that emphasize skill development. Students also attend our speaker series and participate in discussion sessions with these speakers. Finally, the career plan is revisited and expanded on in the capstone course of the MBA.
Identification of Skills (Challenge 2)
Skill selection was a multistep process. First, we examined the academic literature, popular literature, textbooks, and professional materials to create a list of skills. Among the sources reviewed were AACSB (1987), Porter and McKibben (1988) , Boyatzis (1982) , and J. P. Campbell, Dunnette, Lawler, and Weick (1970) . This literature review identified more than 50 skills. Then, we surveyed a total of 1,650 businesspersons in the local area. The groups surveyed included a university-affiliated private business council (630 members; 19% response), MBA program alumni (520; 11% response), current part-time MBA students (250; 34% response), and local human resource managers (250; 30% response). (The survey and list of skills can be found in Appendix A.) To avoid duplication and to involve other faculty members, the overall results were also shared with the MBA faculty, who then indicated skill areas that were being developed in their courses. (Quantitative analysis and formal written communication skills were the most frequently cited.) This process led to a decision to create a course that focused on communications, influencing others, teamwork, problem solving and analysis, decision making and creativity, planning and organizing, motivation, empowerment and delegation, conflict and negotiations, and time and stress management. Textbook selection was based on our assessment of in-depth coverage of this limited set of skills. This limited set of skills also offered some flexibility for the inclusion of a particular skill or area of professional development that might be of interest to a certain class. From this set of 10 skill areas, the skills for a particular class are modified each semester by class input. Students receive an assignment to interview three managers in their selected career field and bring the data to the first class. The class then reviews the proposed modules for the semester and reaches consensus as to whether it needs modification from their data. On average, it results in the replacement of one skill topic.
Development of Skills (Challenge 3)
After we had identified the basic set of skills, we recognized that all skills might not be amenable to classroom development. Therefore, a variety of learning environments and opportunities was created. To enhance the awareness of skill performance level as well as to enhance the opportunity to learn, a variety of methods have been employed. These approaches include an outdoor activity day with a focus on self-reflection and self-evaluation of skill performance, classroom exercises based on the D. A. Whetton and Cameron (1998) model and materials, as well as other experiential learning approaches. In addition, academic/practitioner guest speakers provide other insights and increase the consciousness of particular skill areas.
Our previous experience had reminded us that skill development begins with awareness but that awareness is not enough. Persons must have knowledge of how a particular skill can be enhanced. Also, this knowledge needs to be reasonably specific. Thus, in our discussions, lectures, and presentations, the focus is on models that assist in diagnosing the particular skill or approach as well as models that offer techniques to develop or change the approach that one has been using.
Comprehensive Valid Assessment (Challenge 4)
With limited resources of both faculty time and support staff, it was determined that an outside vendor would provide support for the assessment. This vendor, Development Dimensions International (DDI), had been approached and had contracted with AACSB to identify a set of skills and personal characteristics necessary for becoming an effective manager (AACSB, 1987) . As a well-known human resource management consulting firm with extensive experience in assessment testing and this experience with AACSB, DDI was chosen to perform the assessment evaluation. Using their instruments, an internal staff of four graduate assistants and part-time staff members were trained in the assessment process. They conducted the exercises and gathered student performance data. However, the consultant conducted the actual assessment of managerial skill performance. (The exercises and dimensions are described in Appendix B.)
In addition to meeting our needs for support of this time-consuming process, the use of the consultant provides several other benefits. Using this firm gives Leadership and Management Skills higher initial credibility. MBA students perceive the assessment as having been conducted in a highly professional manner. They also understand that this is an assessment that actual managers go through. The results are packaged in a manner that students can share with their employer. This consulting firm also provides services to a number of area firms and is widely recognized. Consequently, some additional support for the assessment has been gained as students discovered that the human resource persons in their organization were familiar with the company and assessment center procedures.
To supplement the assessment center process and provide students with other data points of reference, students are asked to complete the skills questionnaires from the their text (D. A. Whetton & Cameron, 1998) . This self-report data is summarized and students receive comparison data with their classmates. Students also participate in an outdoor activity day and are asked to observe themselves and others and to prepare a self-reflection paper that comments on their own performance as well as exceptional practices that they see in others. In addition, students take a battery of personality tests that include the Myers-Briggs Type II, the FIRO-B, the Locus of Control, and the Tolerance for Ambiguity measures. Students are encouraged to use these tests to better understand work preferences and learning styles.
Enhancing the Relevance of Skills (Challenge 5)
We have discovered no magic method that enhances awareness and motivation to develop and change; however, there are several techniques that we believe are important. First, the career plan asks students to pick a subset of the skills that the class covers and helps them carefully consider their own needs. This project greatly enhances relevance because of the personal nature. A second strategy that assists is to encourage students to share from their own experiences. Not only is informal sharing encouraged, but a formal procedure is also used. To reinforce learning from others and to encourage action learning, four reports of skill development efforts are required (one per week on four course skill areas). In class, students discuss the strategy or technique used, its effectiveness or success, and possible modifications or changes for later use. Nothing encourages students to consider a particular strategy more than to know that peers have found it useful and applicable. Finally, we also use graded testing to motivate reading and study. There must be knowledge before application can take place. As described elsewhere in this article, the use of a professional assessment, outside speakers, an experienced career coach, and other faculty support all contributed to enhancing the relevance for students.
Providing Individual Feedback and Support (Challenge 6)
To meet our objectives of providing students with individual assistance understanding their skill level, and given a class size of 25 students, a career advisor or career coach was hired to work one on one with students. This individual reviews with students their test results and discusses with them their career plans. The role of this person is to serve as a guide, not as a psychological counselor. The university's career counseling center and psychological staff are also available to all students, and any student who is identified as having complex issues is encouraged to use their services.
As may be recognized by the title chosen, career coach, providing feedback takes place within the context of a discussion about career plans. In this setting, we also encourage students to discuss which particular skills they wish to develop. One interesting additional obstacle that emerged during the initial coaching sessions was that students did not clearly understand their role or the role of the career coach. To solve this problem, we videotaped a simulation of a successful session and introduced this process with discussion of the videotape.
Time Requirements (Challenge 7)
A leadership and managerial skills program involves much additional interactive time with students as well as much more time spent planning. Initially, course release time for program development and a pilot semester was obtained from external grants. Since that time, the university has provided one graduate assistant, course release time for Director of Management Skills Program, and a part-time career coach.
Involvement of Other Faculty Members (Challenge 8)
As envisioned in our program development model, the participation of faculty members from other disciplines was an integral part. In the fall of 1995, a faculty workshop was conducted. The workshop was attended by representatives of all business school disciplines. It involved discussion of the future of the MBA program with faculty and deans, presentation of business community survey results, an overview of the skills approach, and identification of opportunities to develop skills within courses in other disciplines. An ongoing dialogue with individual faculty members continues; however, this process has been the most difficult to systematically sustain. Competing time pressures, changes in faculty staffing, and other new initiatives place limits on others' involvement.
So What Actually Takes Place?
The key components and activities of our program are described as follows.
ASSESSMENT
Six to eight weeks before class begins, students participate in a full day of testing that includes the DDI assessment center process, Myers-Briggs Step II, FIRO-B, and series of self-report measures from D. A. Whetton and Cameron (1998) .
EXPERIENTIAL DAY
We contract with a nonprofit organization that specializes in leadership and teamwork development through outdoor experiential activities. One weekend day is spent at their facility in the local national recreation area. Our focus is to encourage students to reflect on the skills that they bring to the table and identify the skills that they see others exhibit. Usually they comment on learning in the areas of decision making, teamwork, communications, influencing others, and negotiations.
CLASSROOM SETTING
Students participate in a series of class meetings that include lecture, role-plays, and student presentations. For each of the skill areas that will be covered, an evening is devoted to that topic. Class time is also spent on giving an overview of the various assessment instruments and discussing career planning. A typical evening includes lecture, experiential activities, and student presentations. A goal for each class session is to draw on students' experiences and knowledge. The classroom sessions are highly interactive to encourage students to explore how they might use the information and make it more meaningful to them.
EXAMS
A competency-based approach to testing is used. For each of the skill areas covered in a particular semester, the student must demonstrate minimal competency. Tests are arranged by skill modules, and students retake those modules in which they have not developed knowledge of a set of techniques and diagnostic information.
FAMILY/FRIENDS DAY
Each term, one evening is designated guest night. Students are encouraged to bring significant others, children, parents, coworkers, or bosses to class. They sit in on a lecture, receive a tour, have a snack, and participate in a role-play based on the lecture. Although this does not affect our competency model, we do feel that it permits aspects of the student's support system to better understand the MBA experience.
CAREER PLAN
Near the end of the term, students turn in a career plan that describes the skills, resources, and other requirements to meet a 5-year career goal. In this plan, they lay out their goals and the necessary skills, assess their current strengths and weaknesses with regard to their needed skill set, develop a 5-year action plan to improve and enhance their skills, and identify the obstacles that may hinder goal attainment. Students are asked to focus on professional goals but to include personal goals as well. The report does not evaluate the appropriateness of the goal, but the students are asked to justify why those particular goals are both challenging and realistic. Students also are informed that the capstone course will use this plan.
We encourage students to share the career plan with their employers. Some students report that this assignment does create an opportunity to discuss goals with employers. This situation is not realistic for many young MBAs who use the assignment to plan a change in careers.
ELECTIVES
The revised MBA curriculum also permits students to select a limited number of electives. To enhance management skills, two electives have been added to the curriculum, Management of Teams and Change Management. In these courses, additional attention is given directly to management skills development. Evidence of the success of the program and its institutionalization can be seen in the fact that these have been well received.
SPEAKERS
Each semester, a guest speaker who is a published author on a particular skill area or on management development is brought to campus. These visits not only include a session with the students who are currently in the course but also a daytime session to which we invite all our MBAs as well as the business community. With these daytime programs, we have an opportunity to remind students of the need for continuous development and lifelong learning. This speaker series also offers the opportunity to involve faculty members from other disciplines. Not only are faculty members issued a special invitation, but for each session a faculty member presents a brief "Be-on-Alert" about a contemporary issue in their discipline. These brief, informal presentations are made at prespeaker meals. Our speaker series serves as a vehicle to remind and involve faculty members about managerial skills.
CAREER COACH MEETINGS
Students meet with the career coach to review DDI assessment center results and discuss other instruments and test results. They also have an opportunity to discuss their career plans and to begin to formulate actions to develop in the skill areas that they perceive as keys to their future needs. This is the initial meeting. Information regarding their careers is filed and available for later review with the coach. Changing companies, lateral job moves, and seeking new employment are the most frequent reasons that prompt later visits.
Reflections and Recommendations
DELIVERY OF COMPETENCY-BASED EDUCATION
Our experiences have informed us that a variety of learning environments and approaches enhances effectiveness. Furthermore, for MBA students, the teacher must shift from a traditional lecture, passive learning mode to a more facilitative, interactive mode for a skill competency model. Both of these points with regard to adult learners have been well established for some time (Burris, 1976) . A more interactive learning approach was also recommended by the position paper of the major accounting firms (Perspectives on Education: Capabilities for Success in the Accounting Profession, 1989) . The learning environment must be one in which students are comfortable in examining their strengths and weaknesses without feeling threatened. The environment must offer opportunities to explore, experiment, and learn from peers. Other research to support this inclusion is cited in Wexley and Latham (1991) . This implies that they have the freedom to question and debate the relevance of this course and its methods. It has been a challenge for the instructors to balance the focus on reflection, self-awareness, and personal planning with skill knowledge and performance enhancement. One caveat must be noted as more methods for learning are incorporated into the program-the instructor must become more active in organizing and assisting students with the integration of information from the different settings and approaches. Otherwise, students may feel overwhelmed and fail to integrate their learning.
DESIGN ISSUES
Our MBA program benefited from our experiences with the undergraduate experimental program. We were reminded that education, especially for MBA students, competes with other life demands-work, personal, and social life. Testing is necessary to ensure that learning occurs or, at the very least, that students give the information the level of attention we believe to be crucial. Our course is a required course, and this places certain demands on it as well. In particular, we must remind students that the required career plan is not evaluated on the goals chosen. Rather, the evaluation is on the quality of the planning process. Finally, from our experience we have found competency-based education that expects more than textbook learning to require an additional commitment from both the faculty members and students. We have found that the professional testing, the contracting with an independent organization for the experiential day, the availability of a career coach, and bringing to campus experts in particular areas help the student to distinguish this program from a traditional course and commit to the additional time and work requirements.
REACHING OUTSIDE THE MANAGEMENT AREA
As we alluded to earlier, this has been one of the most challenging areas to execute. It requires frequent contact and time spent with colleagues. The support that skill development receives will change as instructors change. From our early work with other faculty members we did find that some aspects of a skills competency approach would be well supported in other disciplines. However, the integrative activity or the assistance that the students need to see the connectiveness among courses requires active guidance from instructors. Students, similar to faculty members, can get trapped in silo thinking. Unfortunately, our experience tells us that not all instructors will be proactive in these regards.
We have found that our best support occurs when we can be a resource and support others' initiatives. For example, a marketing faculty member wished to use the Myers-Briggs in an elective course. Providing the test instrument and lecturing on this topic helped that instructor relate our skills program to his area. Likewise, working with accountancy faculty members and their board of accounting advisors promoted their appreciation of leadership and management skills.
In stepping outside the boundaries of management or OB, the career plan is likely to have the greatest effect. The decision by teachers of our capstone course to revisit the plan and encourage their students to use the career coach also helps students see this as going beyond the course. Here, students look to all aspects of their education and to all areas of their lives as they integrate the information to develop a plan that addresses their dreams and goals. We believe this strategy course is a critical point for reintegration of skills and continue to seek opportunities to connect skills to other courses throughout the program.
EVALUATION
Have we succeeded? Although we are just now in the process of a longitudinal view, we have evaluated aspects of the course and of the program in several ways. A traditional course review takes place for the course each semester. Students comment that they appreciate the discipline that the course imposes for thinking and planning their careers. They report that the relevance of skills is enhanced as they learn how others use the skills. They also report that the course demands are heavy and require instructor support and structuring.
To receive feedback on the program, we have contracted with a marketing faculty member to conduct focus groups. These focus groups have led to some refinements of the program. In these groups, students reported that the program did enhance their awareness of skills. Ideas from lectures and students were more likely to be implemented than text techniques. This seems to stem in part from a perception that text ideas are more academic than practical. Also, several topics in the text apply complex diagnostic models rather than focus on strategies for improvement. Most appreciate the assessment activities and feedback, but students without work experience are concerned about validity of the assessment process. The experiential day not only provides information about skill performance, but also students report it is a valuable socialization experience to the MBA program. Students value the speaker series. They felt topics were relevant but were concerned about scheduling. They wanted it integrated with class hours.
Our most disappointing finding centers around the use of the career coach. Initially, it was planned that students would meet every 6 months with the coach and review plans. This approach led to student resistance. Now we publicize the coach's availability but do not require follow-up meetings. Students who are considering job changes are the most frequent follow-up users.
A very positive indicator of the success of our approach has been the enrollment in our electives. Although "voting with your feet" is not a sophisticated evaluation approach, we do see it as indicative of interest. Have we created the learning environment that we hoped to achieve? We see some evidence, but a longitudinal study is needed. Hopefully, we have all the necessary infrastructures to allow students to develop these skills, but we have not yet introduced the methodology for postprogram assessment. This is in our plans for the future.
FUTURE CHALLENGES
At this time, we anticipate continuing to use DDI materials. Our students respond positively to the detailed feedback, and the materials meet our needs for a psychometrically valid approach. However, we are one of the few institutions using the materials, and they are costly. At some later time it may be necessary to explore alternatives.
We also incur a significant cost from our contract for the experiential day. Although the contracted organization is very sensitive to our needs and requests, we have considered the possibility of using university off-site facilities and university staff members. However, at this time, we see the current arrangement as adding to program credibility and thereby encouraging student receptiveness.
Our focus on career planning as an avenue to long-term development as well as lifelong learning will continue, but the challenge to engage students will be even greater. We anticipate a change in demographics. We recognize that our MBAs have become younger, and this is both a challenge and an opportunity. For many, the MBA program itself is a time of career exploration, thus there is some reluctance to commit to a particular career path. On the other hand, the need for self-awareness, to develop one's skills, and to select relevant goals within an increasingly complex business environment continues to be essential.
Conclusion
This article demonstrates that a small university with limited resources can introduce into the MBA curriculum a sophisticated, professional program that emphasizes leadership and management skill development. We have found a model that works for the smaller university and provides students with an enriching experience that hopefully will be the first step in a journey of lifelong learning. PART II. Please return to the first skill listed on page 1. Use the right column to rate changes in importance. Use the following scale to rate the importance of a particular skill for marketing management success in the year 2005: + = increased importance, -= decreased importance, 0 = no change.
Appendix
R&D, ensuring that he or she gets field test reports on time, and gaining agreement on how to handle modifications on field test reports. This simulation involves the administrator or an assistant playing the role of a peer and is recorded on videotape.
Subordinate interaction. This simulation involves a one-on-one interaction between a team member (the role-player/administrator) and a leader of a Production Group (the participant) at Pilot. The team leader and team member have several areas to discuss regarding the team member's recent change in job performance. This simulation involves the administrator or an assistant playing the role of a subordinate and is recorded on videotape.
Group discussion exercise. In this simulation, 4 or 5 participants assume positions as members of a task force. This task force has been established to provide recommendations to top management on strategies for implementing core values within Multi-Tech Communications. The participants are provided with information on various suggestions made by a problem-solving team. Each participant is asked to choose one of the suggestions to champion and then present one unique idea to the group. The task force must come up with the final recommended strategies for top management. This discussion is also recorded on videotape.
DDI Skills Dimension
These definitions are taken from DDI materials.
Analysis/problem assessment Securing relevant information and identifying key issues and relationships from a base of information; relating and comparing data from different sources; identifying cause-effect relationships Planning + organizing/ work management Establishing a course of action for self and/or others to accomplish a specific goal; planning proper assignments of personnel and appropriate allocation of resources Written communication Expressing ideas clearly in memoranda and letters that have appropriate organization and structure, correct grammar and language, and terminology adjusted to the characteristics and needs of the audience Communication Expressing ideas effectively in individual and group situations (includes nonverbal communication); adjusting language or terminology to the characteristics and needs of the audience Teamwork/collaboration Working effectively with team/work group or those outside the formal line of authority (e.g., peers and senior managers) to accomplish organizational goals; taking actions that respect the needs and contributions of others; contributing to and accepting the consensus; subordinating own objectives to the organization or team Individual leadership/ influencing Using appropriate interpersonal styles and methods in guiding and inspiring individuals (direct reports, peers, and superiors) toward goal achievement; modifying behavior to accommodate tasks and situations for individuals involved Maximizing performance Establishing performance/development goals, coaching performance, providing training, and evaluating performance Delegation of authority and responsibility Allocating decision-making authority and task responsibilities to appropriate subordinates; utilizing subordinates' time, skills, and potential effectively Judgment/problem solving Committing to an action after developing alternative courses of action that are based on logical assumptions and factual information and that take into consideration resources, constraints, and organization values
